Organization-targeted citizenship behaviors (OCB-O)
represent a type of the extra-role performance necessary for attaining better organizational results in the ever-increasing global business arena. Building on the Job Demands--Resources theory we examined the mediating role of work engagement in the relationship between perceived job--design characteristics, and OCB-O as an individual-level outcome. We collected survey data using a sample of 255 employee-supervisor dyads to illustrate how formal job resources (task variety and task significance) and job challenges (skill variety and job innovation requirement) are indirectly (via work engagement) related to employee's citizenship behavior aimed towards the benefit of the organization. The paper thus extends the existing research and offers new practical contributions which can be used for increasing the level of extra-role performance efforts through a specific HRM mechanism.
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INTRODUCTION
In addition to formal job requirements, the ever-increasing complexity and changes in contemporary work environments require employees' commitment and proactive contribution to organizational goals. To deal with these changing demands and opportunities, employees are welcome to display extra-role efforts, such as organizational citizenship behaviors (OCB) that extend beyond formal responsibilities and support efficient and effective functioning of the organization (Organ, 1988) . Thus, individuals can contribute to overall organizational effectiveness (Frese, Kring, Soose, & Zempel, 1996) by actively investing their efforts to facilitate achievement of their organization's goals and support the social and psychological environment in which task performance takes place (Organ, 1997) . OCB could be manifested through helping colleagues with high workload, or seeking and suggesting product and process improvements. These extra-role efforts are very important as they can provide additional resources and challenges that can promote individual performance at work and organizational well-being.
Thus far, studies have provided an extensive list of direct and indirect antecedents of OCB (e.g., Michel, 2017; Organ & Ryan, 1995; Smith, Organ, & Near, 1983) . However, Shantz, Alfes, Truss, and Soane (2013) pointed out the lack of research about effects of job design (being an important HRM tool; cf. Hernaus, 2016 ) on a range of performance outcomes, including OCB. To the best of our knowledge, there are only a few studies exploring a direct influence of formal job characteristics on employee citizenship behaviors (e.g., Park, 2018; Todd & Kent, 2006) . Therefore, a better understanding of the underlying mechanisms that can explain how different job characteristics (i.e. job demands and job resources) translate into individual-and organization-targeted citizenship behaviors is needed.
In this study, we posit that optimal job design (i.e. the content and organization of one's work tasks, activities, relationships, and responsibilities; cf. Parker, 2014) encompassing sufficient job resources and challenge job demands can foster employees' proactivity and willingness to do more than is formally required by their job descriptions. The combination of high job resources and challenge job demands enables employees to feel stimulated and supported at the same time, which, in turn, fosters their motivation for work (Tadić, Bakker, & Oerlemans, 2015) . In particular, building upon the Job Demands-Resources theory (e.g., Bakker & Demerouti, 2014) , we argue that high job resources and challenge job demands indirectly -through work engagement (i.e. a positive motivational state of mind that is characterized by vigor, dedication and absorption; cf. Schaufeli & Bakker, 2004 ) -contribute to employees' OCB-O and their additional efforts to achieve organizational goals. This impersonal type of citizenship behavior is relevant and still understudied within the organizational psychology literature.
Therefore, the present study aims to contribute to the existing literature by investigating whether the extent to which employees exhibit OCB-O is related to the process in which they are incited by job resources (task variety and task significance) and challenge job demands (skill variety and job innovation requirement) to feel dedicated, energized and stimulated (i.e. engaged) in their work. This is important in order to move forward from widely studied relationships between job design and work engagement (e.g., Halbesleben, 2010; as well as the already well-known association between work engagement and OCB (e.g., Bakker & Xanthopoulou, 2013) , and to examine the mediating role of work engagement in the relationship between employees' self--perceived job characteristics and supervisor-rated OCB (e.g., Shantz et al., 2013) . By examining the associations between specific job resources and job demands, work engagement and OCB-O, we hope to provide a better understanding of the affective and motivational underlying mechanism that translates job design into the organization-targeted citizenship behavior, which has important theoretical and practical implications.
THEORETICAL BACKGROUND AND HYPOTHESES
Job design and work engagement. The Job Demands-Resources (JD-R) theory has been built from a heuristic model that specifies how two specific sets of working conditions that can be found in every organizational context -job demands and job resources -may produce job strain and work engagement (Schaufeli, Bakker, & Van Rhenen, 2009) .
Job demands. Job demands (e.g., emotionally demanding interactions or high work pressures) are those physical, psychological, social or organizational aspects of the job that require sustained physical and/or psychological (i.e. cognitive or emotional) effort and are therefore associated with certain physiological and/or psychological costs (Bakker & Demerouti, 2007) . There are two different types of job demands, i.e. challenges (e.g., job complexity, cognitive demands, workload) and hindrances (e.g., interpersonal conflicts, job insecurity, role ambiguity). Challenges have the potential to produce positive gains for employees, which is not characteristic of hindrance job demands (Van den Broeck, De Cuyper, De Witte, & Vansteenkiste, 2010) . Thus, following our motivation to study positive psychological processes at work, we focused on job resources and challenge job demands as antecedents of OCB-O, and examined work engagement as an underlying psychological mechanism that enables a positive indirect effect of job design on extra-role performance.
Specifically, we decided to focus our attention on two challenge demands particularly relevant for the contemporary workplace: skill variety and job innovation requirement. Skill variety can be defined as the extent to which the job requires the use of a wide range of skills to perform in-role and extra-role tasks (Chen, Zhang, & Vogel, 2011; Morgeson & Humphrey, 2006) . As a typical challenge job demand, skill variety represents a form of both psychological cost and psychological gain. For instance, high levels of required skill variety are considered to be challenging because employees can benefit from using a variety of different skills by enhancing their own efficiency, and a sense of competence. Indeed, meta--analytic results reported by Humphrey, Nahrgang, and Morgeson (2007) showed that skill variety is positively related to job satisfaction, motivation, and employee involvement, which implies that it could also be positively related to work engagement (Halbesleben, 2010) . According to the JD-R theory, in the motivational process, higher levels of work engagement (caused by increased skill variety) have a positive effect on a range of job outcomes.
Job innovation requirement or job innovativeness refers to a degree to which a job requires employees to generate, promote, and implement new ideas with the aim of meeting organizational goals in novel ways (e.g., Anderson, Potočnik, & Zhou, 2014) . Although this requirement is necessary for academic positions and artistic workers, it can often be regarded as an extra-role demand and a motivating factor for the majority of employees whose jobs still do not require constant innovative output (Yuan & Woodman, 2010) . Specifically, if employees need to find better ways to do their tasks, and they deal with them by taking initiative, being flexible, creative and innovative, this, in turn can result in increased work engagement (Huhtala & Parzefall, 2007) . For example, Unsworth (2003) recognized job innovation requirement as a strong correlate of engagement in her grounded theory investigation. However, we still lack empirical findings that confirm the role of innovative job challenges in creating more engaged employees. Thus, similar to the skill variety example and job challenges in general, we expect that job innovation requirement may also have a positive effect on work engagement. In line with this reasoning, we state our first hypothesis: H1: Challenge job demands: a) skill variety and b) job innovation requirement are positively related to work engagement.
Job resources. Job resources refer to physical, psychological, social or organizational aspects of the job that can facilitate and stimulate achievement of work goals, personal growth, learning, and development, as well as help reduce the negative effects of high job demands (Bakker & Demerouti, 2007) . Examples of job resources are job autonomy, task variety, and feedback. According to the JD-R theory, job resources should secure positive motivational outcomes for employees (Hakanen, . For instance, Crawford, LePine, and Rich (2010) conducted a research that confirmed positive relationships between a wide range of job resources (i.e. job control, autonomy, social support, feedback, etc.) and work engagement. Numerous other studies (e.g., Salanova & Schaufeli, 2008; Schaufeli & Bakker, 2004 ) have also confirmed a positive impact of job resources on work engagement. In addition, the social exchange theory (Blau, 1964) further supports a positive relation between job resources and work engagement, as employees tend to work more in order to return job resources they have gained. Moreover, previous studies in the domain of the job characteristics theory (Hackman & Oldham, 1976 ) have likewise shown a positive relationship between different job resources (task variety, job autonomy, task significance, social support, and feedback) and work engagement (Christian, Garza, & Slaughter, 2011; Shantz et al., 2013) .
In the present research, we particularly focus on task-related job resources, namely task variety and task significance, as these characteristics are very important in providing a sense of meaningfulness of work and, thus, can have a positive impact on work engagement (Bakker & Demerouti, 2014; Hackman & Oldham, 1976) . Earlier studies have already revealed that task variety -the degree to which employees' work tasks are varied -is strongly positively related to work engagement (e.g., Shantz et al., 2013) because when employees have to complete different activities throughout the workday, they may feel energized and motivated. Indeed, previous research showed that job monotony can be associated with psychological distress (e.g., Melamed, Ben-Avi, Luz, & Green, 1995) . Moreover, task significance represents the degree to which employees feel that their job has a valuable impact (Grant, 2008) . Previous studies demonstrated that employees who perceive their work tasks as valuable, worthwhile, and useful tend to be energized, motivated, and persistent in their work, which is a potentially strong resource for increasing work engagement (Shantz et al., 2013) . Altogether, we propose our second hypothesis: H2: Task-related job resources: a) task variety, and b) task significance are positively related to work engagement.
Organization-targeted citizenship behavior and work engagement. OCB is a discretionary behavior that supports the social and psychological environment in which task performance takes place, and it includes behaviors such as helping co-workers, doing extra work beyond formal job description, advocating the organization etc. (Organ, 1997) . OCBs tend to be similar across different jobs (Bergeron, 2007) , so research can be carried out in different types of jobs and organizations. Two major conceptualizations of OCB have been developed in the literature. The first conceptualization originated by Organ (1988) represents a five-factor OCB model consisting of altruism, courtesy, conscientiousness, civic virtue, and sportsmanship. The model was later expanded to include two additional dimensions (peacekeeping and cheerleading; LePine, Erez, & Johnson, 2002) . The second conceptualization developed by Williams and Anderson (1991) distinguishes between OCBs which are directed at individuals (OCB-I) and OCBs which are directed toward the benefit of the whole organization (OCB-O).
Bearing in mind that past research and theory development demonstrated that employee citizenship outcomes can vary significantly depending on different targeted levels (Bergeron, 2007; Ostroff, 1992) , in this study we decided to focus in particular on OCBs which are directed toward the benefit of the whole organization (OCB-O). Such behaviors are increasingly welcomed as they indirectly (through organizational structural processes in the form of reward practices) provide support for strategy effectiveness (e.g., Thomas, Ambrosini, & Hughes, in press).
The study by Coleman and Borman (2000) has confirmed the validity of differentiation between OCB-O and OCB-I. The fundamental difference between these types of extra-role behaviors is that the former is defined as behavior that directly benefits the organization and indirectly contributes to the individual (Podsakoff, Podsakoff, MacKenzie, Maynes, & Spoelma, 2014) , whereas the latter indirectly contributes to the organization and directly benefits individual employees. Another reason for distinguishing between OCB-O and OCB-I may also lie in different motives and needs that individuals aim to satisfy through their OCBs (e.g., Clary et al., 1998) , where particular emphasis should be given to behaviors that benefit the organization in general.
Work engagement is an affective-motivational, positive state of employees experiencing vigor, dedication and absorption at the workplace (Schaufeli & Bakker, 2004) . Vigor is characterized by high levels of energy and mental resilience while working (Salanova & Schaufeli, 2008 and challenge. Finally, absorption is present when an individual is fully concentrated and absorbed in his or her work, having difficulties with detaching oneself from work (e.g., Bakker, 2011) . Engaged employees have high levels of energy, and they enthusiastically apply that energy to their work (Bakker, Schaufeli, Leiter, & Taris, 2008) .
The relation between work engagement and extra-role behaviors has recently gained increasing attention among researchers (Demerouti, Bakker, & Gevers, 2015; Sulea et al., 2012) . Specifically, a few empirical studies demonstrated that work engagement is positively related to OCB-O . For instance, Sonnentag (2003) found that work engagement promotes taking initiative at work and pursuing learning goals on a daily basis. From the perspective of the broaden-and-build theory of positive emotions (Fredrickson, 2003) , all positive emotions (such as joy, interest, and contentment) share the capacity to broaden people's array of thoughts and actions and build their personal resources (Hakanen & Roodt, 2010) . Hence, it is highly likely that people experiencing high work engagement also experience broadened cognition, creativity, proactivity, and a broader scope of attention and openness to information (e.g., Airila et al., 2014) . Building upon the broaden-and-build theory of positive emotions, we expect that work engagement promotes OCB-O. More concretely, we expect that highly-engaged employees are willing to take personal initiative, generate new ideas, and put effort into making an extra contribution towards the organizational goals because they experience high levels of positive work-related states. Stated in a more formal way, we formulate our third hypothesis:
H3: Work engagement is positively related to OCB-O.
The mediating role of work engagement. A large body of literature has demonstrated that when employees have sufficient job resources, they tend to experience high work engagement, which is, in turn, related to various individual and organizational positive outcomes (Bakker & Demerouti, 2014; Halbesleben, 2010) . Also, several studies revealed positive outcomes of challenge job demands (in combination with high resources) (e.g., Tadić, Bakker, & Oerlemans, 2015) . However, studies examining the role of work engagement as the potential psychological mechanism underlying these associations have been scarce (Sulea et al., 2012) . In order to gain more insight into these matters, we assume that task-related job resources (task variety and task significance) and challenge job demands (skill variety and job innovation requirement) are indirectly related to OCB-Os through the mediating effect of work engagement. Specifically, we argue that job resources and challenges provide stimulation of curiosity and interest as well as support, which can serve as a good basis for experiencing work engagement, which in turn, can promote employee behaviors that go beyond formal work duties and tasks for the benefit of their organization. Therefore, we present our fourth and fifth hypothesis: 
METHOD

Sample and procedure
The multisource survey data have been collected from employees and supervisors employed in multiple departments of three selected Croatian organizations. An on-line data collection tool (SurveyMonkey) has been used so that employee--perceived job characteristics could be matched with the supervisors' ratings of OCB-O outcome and job innovation requirements. Employees who had more than six months of job tenure received an e-mail invitation to participate in the survey. Self-reported data about the perceived nature of job resources and challenge job demands, as well as their level of work engagement were collected from employees themselves. 
FIGURE 1 Research model
ing lifespan has been covered by this research (employees ranged from 23 to 63 years of age). Sampled employees were on average younger than 40 years (M = 38.37; SD = 8.90), had on average less than six years of job tenure (M = 5.54; SD = 5.46), and less than eight years of organizational tenure (M = 7.67; SD = 6.63). Research samples were not gender-biased, as we had 51.8% of women respondents (employees' sample) and 56.9% of men respondents (supervisors' sample). Both employees and supervisors were highly-educated (68.3% and 83.0% respectively).
Measures
Two separate survey questionnaires (employee-based and supervisor-based) were developed for conducting this empirical study. Each measure used was a Likert-type scale where respondents had to report the level of their (dis)agreement with the statement at hand (1 -strongly disagree to 5 -strongly agree). Although we used previously validated measures, a translation/back translation procedure was applied. In addition, the questionnaires were pre-tested for reliability and Cronbach's alpha values were clearly above the general recommendation of 0.70 (Nunnally, 1978) , thus confirming the validity of the measurement instruments in the Croatian language, which were used to conduct the research. Nevertheless, we also conducted a confirmatory factor analysis (CFA) with maximum likelihood estimation procedures using AMOS version 21. The expected six-factor solution (task variety, task significance, skill variety, job innovation requirement, work engagement, OCB-O) displayed an adequate fit with the data (Chi-square [480] = 965.628, CFI = 0.906, RMSEA = 0.063).
Employee-based questionnaire. Employees were asked to indicate the extent to which they agreed or disagreed with statements related to the nature of their jobs, using the Work Design Questionnaire (WDQ), a comprehensive instrument and a general measure of job design developed and validated by Morgeson and Humphrey (2006) . There is strong evidence and common thinking that employee self-ratings are congruent with objective job features (e.g., Fried & Ferris, 1987; Spector, 1992) .
Skill variety was measured by the four-item score WDQ scale (α = 0.895), with the sample item "The job requires me to utilize a variety of different skills in order to complete the work". Task variety was assessed using four WDQ items (α = 0.923). An example of the items used is "The job requires the performance of a wide range of tasks". Task significance scale consisted of four score WDQ items (α = 0.898), with the sample item "The results of my work are likely to significantly affect the lives of other people". Lastly, employees rated their levels of work engagement using the nine-item version of the Utrecht Work Engagement Scale (UWES; Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 2002) , which also showed to be a reliable measure (α = 0.914). Example items are "I get carried away when I work" and "I feel strong and vigorous in my job."
Supervisor-based questionnaire. In order to eliminate concerns related to the potential common method bias, we collected data on job innovation requirement from direct supervisors, as an alternative to employee self-reports. The level of designed job innovativeness was assessed by the five-item measure (α = 0.832) initially developed by Yuan and Woodman (2010) and adapted for the managerial application with the sample item "Suggesting new ideas is part of my subordinates' job duties". Supervisors were also asked to evaluate the OCB-O of each of their direct reports who decided to participate in the research (dependent variable). Organization-targeted citizenship behavior was assessed using the seven-item scale (α = 0.893) developed and validated by Ilies, Scott, and Judge (2006) . The sample item is "Employee offers ideas to improve the functioning of the organization".
In addition to a priori measures, the a posteriori statistical analysis checked for the common method variance. Harman's single factor test was used and showed that the common method bias is not a major concern in our study (31.74% variance is explained by a single factor).
RESULTS
Means, standard deviations, scale reliability scores and correlations are shown in Table 1 . All the variables were found to be positively and significantly related, except the non-significant relationships between task variety and OCB-O. In order to test our hypotheses and examine the mediating role of work engagement in the relationship between job--design characteristics and OCB-O, several regression analyses were performed using the PROCESS macro for SPSS v2. (Hayes, 2016) . The hypothesized model (recognized as Model 4 in the PROCESS template) separately tested the relationship between the two job challenges (i.e. skill variety, and job innovation requirement), and two job resources (i.e. task variety, and task significance) with OCB-O via work engagement. Such an approach followed our theoretical background and was chosen to gain insights about specific interactions between constructs. The models included gender as a covariate.
Direct effects. The total effect corresponds to the influence that independent variables exert on the dependent variable, while direct effect corresponds to this situation only when the effect of the independent variable on the dependent variable is mediated by another variable (Hayes, 2013, p. 87) . As provided in Table 2 , the direct effect estimates showed that both job challenges and job resources examined as independent variables (X) were significantly and positively related to work engagement, thus supporting H1 and H2. Work engagement was positively related to OCB-O in each of the examined models (one model per each job characteristic), thus supporting H3. In addition, job resources were not significantly associated to OCB-O as an outcome variable (Y). The same is valid for skill variety as a job challenge, while job innovation requirement was the only job characteristic that is significantly directly related to OCB-O. 
TABLE 2
Results of the mediation analyses of work engagement in the relationship between job characteristics and OCB-O who differ by one unit in their task variety are estimated to differ by 0.0380 units in their organization-targeted citizenship behavior as a result of the tendency for those who have relatively more diverse tasks to feel more engaged, which in turn translates into higher levels of this specific type of extrarole performance. In this particular case, the indirect effect did not outreach the direct effect size (c' = 0.0526) but the latter was non-significant, which means that task variety primarily influences OCB-O indirectly through work engagement. The significance of the mediated (indirect) effect was initially confirmed by the Sobel test (z' = 1.9608, p < 0.05). In addition, a 95% bootstrap confidence interval was entirely above zero (CI = 0.0058 to 0.0846) thus supporting our H5a. The same analogy and similar procedure were followed for all other job resources and challenges included, ultimately leading to supporting H4 and H5.
DISCUSSION
The main purpose of the current research was to investigate the role of work engagement as the potential underlying psychological mechanism that might explain the relationships of job demands and job resources with OCB-O. In other words, we examined (a) whether high job resources and challenge job demands can enhance employees' dedication, and perceived sense that the work they do is interesting and meaningful (i.e. their work engagement), and (b) whether that, in turn, can boost their extra-role behaviors, in particular organizational citizenship behaviors directed towards providing benefits for the whole organization.
Theoretical contributions
The present study using the data of 255 employee-supervisor dyads from three Croatian organizations explored the mediating effect of work engagement between job characteristics and OCB-O. Theoretical contributions are related to the role of work engagement as a mediator within the JD-R model components, and they can be further elaborated in three specific points.
First, the paper provides empirical evidence that selected job characteristics are directly related to work engagement. Both the first and the second hypotheses have thus been confirmed. Job challenges including skill variety and job innovation requirement were positively related to work engagement. Similar relationships were recognized in the case of job resources as well. Task variety and task significance were likewise positively related to work engagement, thus being in line with previous studies (Christian et al., 2011; Shantz et al., DRU[. ISTRA@. ZAGREB GOD. 28 (2019) 
2013
). Overall, further evidence was provided from a different context adding to the existing meta-analytic knowledge about the relationship between job characteristics and work engagement LePine, Podsakoff, & LePine, 2005) .
Second, the results demonstrated that work engagement is positively related to OCB-O, which follows the JD-R model logic as work engagement is considered to be a factor of intrinsic motivation. Higher levels of intrinsic motivation (vigor, dedication and absorption) are positively related to different extra-role behaviors (Salanova & Schaufeli, 2008) . This positive relation between work engagement and OCB-O is in line with previous scholarly work (Schaufeli, Taris, & Bakker, 2006; Rich et al., 2010) .
Third, our findings contribute to the literature on work engagement by showing that job-design characteristics (job resources and challenges) have an indirect (via work engagement) but positive impact on OCB-O. This finding supports the proposed theoretical framework of the JD-R theory (Bakker & Demerouti, 2007) , the job characteristics theory (Hackman & Oldham, 1976 , 1980 , social exchange theory (Blau, 1964) and broaden-and-build theory of positive emotions (Fredrickson, 2003) because job challenges (to a certain extent) and job resources (unconditionally) increase the level of employee's intrinsic motivation (i.e. work engagement), thus ultimately leading to employees who are more engaged in OCB-O (e.g., Salanova & Schaufeli, 2008) .
Practical implications
The most important practical implication of this study is gaining a better understanding of how HRM mechanisms such as job design might drive employees' motivation and encourage them to provide an extra effort at the workplace. Due to their positive relation with work engagement, a wide range of job resources (task variety, task identity, task significance, autonomy, social support, feedback etc.) offers many possibilities for stimulating vigor, dedication and absorption of employees (Christian et al., 2011) . Additionally, the present study confirmed that certain job challenges can also be used for boosting work engagement. Thus, managers have many different options to achieve desired performance outcomes. Besides job resources, this study demonstrated that it is also possible to use job challenges in order to indirectly promote OCB-O. Of course, managers have to be careful when increasing the extent of job demands because at a certain point, higher levels of any job demand characteristic can have negative effects on employees' attitudes and behaviors (e.g., Meijman & Mulder, 1998 
Study limitations and future research avenues
The first limitation of our study is the cross-sectional nature of data which did not allow us to make causal inferences about hypothesized relationships. Although we had a two-week time lag in collecting data from employees and their respective supervisors, this might not be enough to make cause-and-effect estimations between independent and dependent variables.
The second limitation is that only work engagement was observed as a mediator. As Shantz et al. (2013) suggested, multiple mediators (e.g., the three critical psychological states, intrinsic motivation, job satisfaction, etc.) using a structural equation modeling technique should be researched in the future. Including other mediators in the research model may shed a light on the commonality of different variables that could have an influence on OCB-O and other extra-role behaviors.
The third limitation is related to the number of observed job characteristics and their nature. The present study included only challenge and not hindrance job demands. The inclusion of job demands considered as hindrances could demonstrate whether they cause somewhat different effects on OCB-O than job challenges. Further research of job demands is needed to clarify their direct impact on work engagement and indirect impact on OCB-O. Also, a more inclusive number of observed job demands and job resources would improve knowledge about what resources and demands are most important for engagement as well as when, why and how they will be related to engagement (Saks & Gruman, 2014) .
Despite the aforementioned shortcomings, the present study offers valuable insights about the relationships within the JD-R framework, which leads to important theoretical and practical conclusions. Thus far, only a few studies have addressed the topic of work engagement as a mediator between specific job characteristics (especially job challenges) and OCB (e.g., Salanova & Schaufeli, 2008; Shantz et al., 2013) or explored a direct effect of formal job characteristics on informal employee citizenship behaviors (e.g., Park, 2018; Todd & Kent, 2006) . Also, on the basis of a motivational perspective for volunteering (Clary et al., 1998) , our focus on the OCB-O dimension enabled specific insights into OCB aimed at the benefit of the whole organization. Such a focused attention on the organizational level of OCB may help in further understanding the trade-off when individuals are about to choose to contribute for the benefit of their colleagues or the whole organization.
We strongly believe that future research should include as many job characteristics as possible in order to offer better conclusions. The inclusion of other additional outcome variables would contribute to a better understanding of OCB and extra-role performance in general. Additional simultaneous and comparative research of OCB-O and OCB-I dimensions would certainly highlight similarities and differences between their antecedents and thus broaden the view of their motivational drivers. Also, further research of other conceptualizations and comparisons of results across developed taxonomies could clarify whether Williams and Anderson's (1991) conceptualization has valid theoretical and practical grounds for the measurement of OCB.
